




THE ROLE OF LEARNING ORGANIZATION IN ENHANCING THE 













This thesis is submitted in fulfilment of the  
award requirements for the Degree of  
Doctor of Philosophy in Technical Education 
Faculty of Technical and Vocational Education  
Universiti Tun Hussein Onn Malaysia 
in collaboration with 
Institut Technik Und Bildung (ITB) 
















My utmost appreciation to my four supervisors, Professor Dr Noraini Kaprawi of the 
University Tun Hussein Onn Malaysia, Professor Dr Michael Gessler of the Universitat 
Bremen, Professor Dr Muhammad Rashid bin Hj. Rajuddin of the University 
Technology of Malaysia, and Professor Dr Martin Fisher of the Universitat Bremen.  
Professor Dr Noraini Kaprawi has given me invaluable guidance, especially on the 
direction of the study, concept of Learning Organization, and all the important part of 
the research work. Professor Dr Michael Gessler of the Universitat Bremen has provided 
me with much assistance on analysis, handling of data from respondents and essential 
comments for the whole chapter. Professor Dr Muhammad Rashid ensures that all 
significant areas of the study are put into account. Professor Dr Martin Fisher from the 
beginning has given good constructive assistance, especially on work process 
knowledge.  
High appreciation is also offered to all faculty members and staff of the two 
universities that I have the good fortune to work with. At UTHM and Universitat 
Bremen, I have received assistance especially from Professor Dr. Jailani Md Yunos, 
Professor Dr George Spottl, Professor Dr Peter Gerds, Dr Joachim Dittrich, Dr Lars 
Heinemann, Dr Marc Schutte, Dr Thomas Scheib, Dr Ludger Deitmar, Dr Roland 
Tutschner, Dr Jessica Blings, Mr Pekka Kamarainen and Mr Ghazally Spahat. 
A very special thank you also goes to the previous Director General of the DSD, 
Dato‟ Ir Wan Seman Wan Ahmad, who provided internal endurance, support, personal 
encouragement, and the leadership to carry me throughout the study.  
My appreciation to all respondents from DSD and CIAST especially the Director 
of MOSQ, the Director of NOSS, the Director of Expert Development, the Director of 
R&D and the Director of NDTS. Also, my appreciation to Director Generals of DSD, Dr 
Pang Chau Leong and Director of Project Management Office (PMO), Dr Mohamad bin 
Sulaiman who showered me with lots of assistance. 
Finally, I am perpetually indebted to my dearest wife Normaladewi, and all my 














and Mumtazah Faqihah, for their understanding, support, patience and having 















The establishment of Learning Organisation (LO) practices in the Department of Skills 
Development (DSD) is significant in term of providing the necessary impetus for the 
implementation of National Dual Training System (NDTS). Within DSD the initiative 
will greatly foster its Enculturation of learning, procedure of learning, strengthen 
leadership capabilities for learning, enforce good policy for learning, establish the 
learning processes and ICT utilization for learning. Thus the purpose of this study is to 
investigate the significant variables that contribute to the level of LO practice 
(organizational performance in NDTS), to measure the relationships between the 
variables, to identify the level of LO practice in DSD and to propose improved method 
for the enhancement of NDTS implementation. This research design is categorised under 
the descriptive quantitative research, using survey, interview and structured 
questionnaires. Questionnaire forms were distributed to 111 out of the total of 250 DSD 
officers and 3 subject matter experts were interviewed. Frequency test, mean test, 
ANOVA test, Spearman‟s rho test, Multiple Linear Regression, G-Power test and factor 
analysis test were used to measure the inter-relationships between the variables and the 
level of LO practice in DSD. This research found that only 52.3% of the respondents 
perceived that LO practices level that enhance NDTS practice, is fairly satisfactory. This 
implies that the practice of LO in DSD needs to be further intensified. The research also 
confirmed that the level of LO practices are related with Enculturation of learning, 
Procedure of learning, Leadership capabilities development, Policy enforcement, Work 
processes, and ICT utilization. Apart from that, Enculturation of learning and, Procedure 
of learning and knowledge management are found to the two (2) significant predictors of 
the LO practices (organizational performance in NDTS). Consequently the level of LO 
practice in DSD could potentially enhance its functions through its active role in the 
enculturation and, procedure of learning and knowledge management. The value of 
Adjusted R Square of 0.427 indicates that Enculturation and procedure of learning and 
knowledge management contribute 42.7% variance in the level of LO practices that 














is developed to enhance NDTS implementation so that DSD can transform itself into an 
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TRANSFORMING DSD INTO LEARNING ORGANIZATION  
TO ENHANCE NDTS IMPLEMENTATION 
1.1 Stakeholders’ Expectation of NDTS Implementation 
Dynamic globalisation and rapid changes in information and communication technology 
had drastically changed the global economic scenario. Responding to the global 
challenge, the quality of Malaysia‟s human capital had increasingly factored in as the 
most critical element contributing to the achievement of the National Mission.  The 
nation human capital development became the key thrust in the Ninth Malaysian Plan 
(EPU 2006a).  Malaysia could only develop and progresses with high skilled and 
knowledgeable workforce.  Given Malaysia‟s plan for rapid growth, the country needed 
knowledge workers (K-workers) in order to develop a knowledge-based economy (K-
economy) (Onn 2005). Only then could the government‟s economic goals be realized.   
Report from Boston Consulting Group (BCG 2009) revealed that “Malaysia‟s 
workforce is still relatively low skilled”. Figure 1 shows that in 2007, 80% of the 
workforce was only educated up to the Sijil Pelajaran Malaysia (SPM) level or 
equivalent. Only 25% of Malaysian jobs were in the higher skill brackets. Even though 
this was a substantial improvement over the 1990 figure (16%), the current level is still 
much below that of regional peers, such as Singapore (49%), Taiwan (33%) and South 
Korea (36%).  
Malaysia must change its economic industry structure and improve its labor 
productivity levels for the nation to move to a high income economy. The country‟s 
main focus need to be on up-grading the skill level of the majority semi-skilled 














Malaysia must ensure a strong supply of adequately skilled workers into the 
labor market in order to improve its workforce quality. Simultaneously, it must also 
upgrades the skills of its existing workforce.  
Figure 2 shows that low skilled workers were dominant across almost all 
industry sectors, with the exception of the government, finance & insurance and mining 
sectors, which together account for only 15% of the total workforce.  
 
 
Figure 1: The level of skilled workforce in Malaysia  
 
Note: Low Sec (School) = PMR, Up Sec (School) = SPM, Post Sec (School) = STPM, Tertiary =Diploma, 
degree 


















Figure 2: The skill levels across industry sectors 
 
The information reflected on types of occupation rather than education level to provide 
the basis of comparison with other countries. 
Source: Singapore Department of Statistics 2007 
 
Realizing that training for K-workers must utilize workplace as the prime 
learning environment, the government decided on 19 May 2004 to adopt and implement 
National Dual Training System (NDTS), and starting year 2005 targeted to produce 31, 
500 skilled workers by 2010 (MLVK, 2005).   
The program planned to produce more K-workers through training schemes that 
would satisfy industry requirements and the overall demand for skilled manpower.  
Individual apprentices benefited significantly due to the experience of relevant industrial 
exposure they attained prior to employment (MLVK, 2005).  This dual approach system 
involving workplace experience and institutional training was a definite advantage to the 
contribution of progress and development of the country (Onn, 2005).  The concept of 
work process knowledge was used for the implementation activities (EPU, 2004).  The 
approach required commitment from all parties especially the industrial sector to ensure 













Ahmad Othman (2003).  The Role of NVTC in The Management of Vocational Training  
  in Malaysia – A Critical Evaluation. KUiTTHO Publisher. 
 
Ahmad Othman (2009).  The Implementation of Skills Training in Malaysia between  
    1970‟s and 1990‟s. University Malaysia Pahang Publisher. 
 
Aiken, M. and Britton, B. (1997) “The Learning Organisation and the Voluntary 
   Sector”, in Cook, Janice, Derek Staniforth and Jack Stewart (eds.) „The Learning 
   Organisation in the Public Services‟, Aldershot: Gower. 
 
Albino, V. Garavelli, and Gorgoglione  (2004). Organizational and technology in  
  knowledge transfer. Benchmarking: An International Journal, 111(6), 584-600.  
   
Argote, L. (1999), Organizational Learning: Creating, Retaining and Transferring  
   Knowledge. The Netherlands: Kluwer Academic Publishers. 
 
Argyris, C. and Schon,D.A. (1978), Organization Learning: A Theory of Action and  
  Perspective. Massachusetts: Addision-Wesley Pub. Co.  
 
Argyris, C. and Schon, D.A. (1981), Organisational Learning, Addison-Wesley,  
  Reading, MA. 
 
Argyris, C. and Schon, D.A. (1991), Teaching Smart People How to Learn. Harvard  
  Business. Review. May-June: pp. 99-103. 
 
Ariffin, N. (2000). The Internationalisation of Innovative Capabilities: the Malaysian 
Electronics Industry. Acedemic Thesis. Brighton: SPRU University of Sussex.  
 
Ary, D., Jacobs L.C & Razavieh, A. (1990). Introduction to Research in Education. 
(Fourth Edition). Forth Worth: Holt, Rinehart and Winston, Inc. 
 
Avolio B. J. And B. M. Bass, (1991): The Full Range of Leadership Development: Basic  
   and Advance Manuals (pp. 5.5-5.6). Binghamton, NY: Bass, Avolio &  
  Associates. 
 
Awad E. M. (2001)  and Ghaziri H. M., 24: Knowledge Management.Upper Saddle 















Axtell, C. M. and Sally, M. (1997), Predicting immediate and longer term transfer of  
  training. Personnel Review, 26(3), pp. 201-213.  
 
Baldwin, T. T. and Ford, J K. (1998), Transfer of training in Foxon, M. (1993). A  
   process approach to the transfer of training. Australia Journal of Educational  
   Technology. 
Bandura , A. (1986). Social Foundations of Thought and Action. Englewood Cliffs, NJ: 
Prentice-Hall.  
 
Bass B. M, and Riggio R. E (2006). Transformational Leadership (p. 7-8). Mahwah, NJ: 
Lawrence Erlbaum Associates. 
 
Bate (1990), Workplace Learning: A Critical Introduction. Heerlen, Netherlands. 
 
BCG (2009). Human Capital for High Income Economy by Boston Consulting Group,  
    Economic Planning Unit of Malaysia. 
 
Becker (1998) in Awad E. M. (2001), 254: Knowledge Management. Prentice Hall. 
 
Bender, S  and Fish, S. (2000). The transfer and the retention of expertise: the  
  continuing need for global assignments.  Journal of Knowledge Management,  
  4(2), pp. 125-137. 
 
Bennet, J. K., & O‟ Brien, M. J. (1994). The Building Blocks of The Learning 
Organization. Training, 31 June Vol.31, No.6. 
 
Benson, J., & Hagtvet, K. (1996). The interplay among design, data analysis, and theory 
in the measurement of coping. In M. Zeidner & N. Endler (Eds.), Handbook of 
coping (pp. 83–106). New York: Wiley. 
 
Boreham, N, Samurcay, R and Fisher, M (2002). Work process knowledge. Routledge  
   Studies in Human Resource Development. Routledge. London and New York. 
 
Boshier, R. (1973) „Educational participation and dropout. A theoretical model‟, Adult  
  Education 23(4). 
 
Bosch (1999), German brief, Volume 16, Franfurter Allgemeine Zeitung GmbH.     
   Information Services. 
 
Brooks, A. (1992). Building Learning Organization: The Individual – Culture  
  Interaction. Human Resource development Overviews. 3(4), pp. 328-330.  
 
Bowerman, J and Collins (1999), The Coaching network: a program for individual and  
  organizational development. Journal of Workplace Learning: Employee  















Bryman, A., and Cramer, D., 1994. Quantitative Data Analysis for Social Scientists,  
   London: Routledge. 
 
Burns (1978), Leadership. New York: Haper & Row. 
 
Cangelosi, V. E. , & Drill, W. R. (1965). Organizational Learning: Observations  
  Toward a Theory. Administrative Science Quarterly. Vol. 10, pp. 175-203. 
Calvert, G., Mobley, S., & Marshall, L. (1994), Grasping The Learning Organization.  
   Training and Development. 4 (3): pp. 6-8. 
 
Cassiolato. J. E. Bernades, R and Lastres, H.(2002), Teansfer of Technoloy for  
  Succesful Integration into the Global Economy: A Case Study of Embrace in  
  Brazel. Geneva: United Nations. 
 
Cavusgil, S. T., CCalantone, R. J. and Zhao, Y. (2003). Tacit knowledge transferand  
   firm innovation capability. Journal of Bussiness & Marketing, 18(1), pp. 6-21.  
 
Chaize, Jacques, (1994), Doren til Forandring abnes Indefra. [Sønderborg]: Danfoss,  
  Germany. 
 
Collins, A., Brown, S. J., & Newman, S. E. (1989). Cognitive Apprenticeship: Teaching  
   the Crafts of Reading, Writing and Mathematics. In L.B.Resnick (Ed.), Knowing,  
   Learning, and Instruction. Essays in Honor of Robert Glaser (pp. 453-494).  
  Hillsdale, New Jersy. 
 
Christensen T, (2000). Netting the Mackerel. Experiences with competence  
  development in regional networks. 
 
Cross. R. and Baird, L. (2000), Technology is not enough: Improving Performance by  
  Building the Organizational Memory. Sloan Management Review, 41 (3), pp. 1- 
13   
 
Daniels, S. (1994). The Organizational Learning Cycle. How we can learn Collectively.  
   London: Mc Graw-Hill, Inc. 
 
Daghfous, A. (2004). Organizational Learning, knowledge and technology transfer.  
  Technovation, 24, pp. 939-953. 
 
Denning.S. (2001), The Springboard: How Storytelling Ignites Action in Knowledge- 
  Boston: Butterworth Heinemann. 
 
Dehnbostel, P and Dybowski, G, (2001). Company-based learning in the context of new  
  forms of learning and differentiated training paths. Training in Europe. Second  
  report on vocational training research in Europe 2000: background report  















Descyl, P and Tessaringi, M, (2001). Competencies, learning process and didactic  
   innovations for new occupational profiles. Training and learning for  
  competence. Second report on vocational training research in Europe: synthesis  
  report . Cedefop, Luxembourg. 
 
Davenport, T. H. and Prusak, L. (1998). Working Knowledge and technology transfer: a  
  case study. The Learning Organization, 11(1), pp. 67-83.  
 
Dixon, N., (1994), Organisational Learning Cycles, McGraw-Hill, New York, NY.  
 
Drucker (2001), “Who is knowledge worker?” August 2002. New York:  Harper  
  Business. 
 
DSD (2005). Implementation of The National Dual Training System: Guides and Rules.  
  Kuala Lumpur. 
 
Ducan, R. and Weiss, A. (1979), Organizational Learning: Implication for  
  Organizational Design. Organizational Behavior, 1, pp. 75-123. 
 
Dymock, D. (1999). Blind date: a case study of mentoring as workplace learning. 
Journal of Workplace Learning: Counselling Today, 11(8), pp. 312-317. 
   
Elangovan, A. R. and Karakowsky, L. (1999), The role of trainee and environmental  
  factors in transfer of training: An Exploratory Framework Leadership And 
  Organizational Development Journal, 20(5), pp. 268-275. 
 
Epple,D.Argote, L. and Devandas, R. (1991). Organizational Learning Curves: A  
  Method for investigating Intra-Plant Transfer of Knowledge Acquired Through  
  Learning by Doing. Organization Science, 2(1), pp. 58-70. 
 
EPU, (1987). Minutes of meeting of the Manpower-subcommittee of the National  
  Development Planning Committee, Paper UPE 10/122/83/7 No. 37.4. Malaysia,  
  Kuala Lumpur. 
 
EPU (2004), Outline of the Dual System Project for the Reform of TVET in Malaysia, 
 Kuala Lumpur. 
 
EPU (2006a), Ninth Malaysian Plan, Economic Planning Unit, Prime Minister  
  Department of Malaysia; Chapter 11,  Enhancing Human Capital, p 1. Malaysia,  
   Kuala  Lumpur. 
 
EPU (2006b), Human Capital Development Policy In The Ninth Malaysia Plan: Address  
  at Transnational Symposium On Technical-Vocational Education And Training  
  (TVET). Malaysia, Kuala Lumpur. 
 
 EPU (2010), Government document; 10
th















Fiol, C. M. & Lyles, M A. (1985). Organizational Learning. Academy of Management  
  Review. Vol. 10 (4), pp. 803-813.  
 
Fischer, M & Rauner, F (2002). The implication of work process knowledge for  
  vocational education and training. Routledge Studies in Human Resource  
  Development. Routledge. London and New York. 
 
Fong Chan Onn, (2005), New Straits Times: National Dual Training System (NDTS), 
MLVK. Malaysia, Kuala Lumpur 
 
Foxon, M. (1993), Aprocess approach to the transfer of training. Australia Journal of  
  Educational Technology.  
  
Friday, E. and Friday, S. S. (2002). Formal mentoring: is there a strategic fit. 
Management Decision, 40 (2), pp. 152-157. 
 
Frontline Management Competencies (1994): Australian Government Initiative.  
  Government of Australia Doc. 
 
Galer, G., & van der Heijdan, K. (1992). The Learning Organization: How Planners  
  Create Organizational Learning. Marketing Intelligence & Planning, 10(6), 5- 
  12. 
 
Garrat (1990), B. (1990). Learning is the core of organizational survival. Action  
  learning is the key integrating process. Journal of Management. Development.  
  6(2), pp. 38-44. 
 
Garvin, (1993). Building a Learning Organization. Harvard Business Review. July –  
  August. pp. 78 – 91.  
 
Garvin, (1994). Building a Learning Organization. Beyond high philosophy and  
  grand themes lie the gritty details of practice. Business Credit. Jan: 19-20.  
 
Garvin, (2000). Learning in Action: A Guide to Putting the Learning  
  Organisation to Work, Knowledge performance. Harvard Business school Press,  
  Boston, MA.  
 
Gerds, P.(2006). Shaping and evaluating vocational training offers:  TVET in  
  developing countries. Institute Technology and Education, University of  
  Bremen, Bremen. 
 
Gessler, M. (2006): Situational Learning and Cognitive Apprenticeship. University of  
  Bremen, Bremen. 
 
Gilly, S. (1997). A Difftent View of Organizational Learning. Fielding Institute,  















Guilford, J.P. (1956), Fundamental Statistics in Psychology and Education. (p. 145)  
  New York: McGraw Hill. 
 
 Gupta, A. and Thomas, G. (2001). Organizational learning is a high tech environment  
  from theory to practice. Industrial Management & DataSystem, 101 (9), pp.  
 502-507. 
 
Groenewald, T. (2004). A phenomenological research design illustrated. International  
  Journal of Qualitative Methods, 3(1). Article 4.  
 
Hackman J. R. and Oldham G. R. (1975): Development of the Job Diagnostic Survey,  
  Journal of  Applied Psychology, vol. 60, 1975, pp 159-170. 
 
Heckhausen H et.al. (1998) Motivation und Handeln. Berlin: Springer. 
 
Herzberg,  (1959; 1966) The Motivation to Work (1959), and Work and the Nature of  
  Man (1966). Case Western Reserve University, Cleveland  
 
Heylighen,1991, “Modelling Emergence”, World Futures: the Journal of General  
   Evolution.   
 
Hitt, W. D. (1995). The Learning Organization: Some reflection on organization  
  renewal. Leadership and Organizational Development Journal. 16(8), pp. 17-25. 
 
Hong, J. (1999). Structuring for organizational learning. The Learning Organization,  
  6(4), pp. 173-185  
 
Hoang H. and Rothaermel, F. T. (2005). The Effect of General and Partner Specific  
  Alliance Experience on Joint R&D Project Performance. Academy of  
  Management Journal, 48(2), pp. 1-19. 
 
Huber, G. P. (1991), Organizational Learning: The Contributing Processes and The  
  Literatures. Organization Science, 2 (1), pp. 88-115.  
 
Hayashi, T. (1990). The Japanese Experience in Technology: From transfer to Self- 
  Reliance. Tokyo: United Nations University Press.   
 
Huys, R & Hootegem, G.V (2002). A delayed transformation? Changes in the division  
  of labour and their implications for learning opportunities. Routledge Studies in  
  Human Resource Development. Routledge. London and New York. 
 
Inkpen, A. C. and Dinur, A. (1998). Knowledge Management Processes and  
  International Joint Ventures. Organization Science: A Journal of Institute of  
  Management Sciences, 9(4) pp. 26-38.  
 















Jones, A.M. and Hendry, C. (1992), The Learning Organisation: A Review of Literature 
 and Practice, The Learning Company, McGraw-Hill, Maidenhead. 
 
Kappes Sandra and Thomas Beverly, (1993). “A Model for Knowledge Worker  
   Information Support”. Knowledge Worker Information Management, September   
   1993, pp. 1 – 4. 
 
Karhu, K. (2002). Expertise cycle – an advance method for sharing expertise. Journal of  
  Intelectual vapital, 3(4), 430-446.  
 
Kim, L. (2001). The Dynamics of Technological Learning in Industrialization.  
  Discussion Paper Series. The United Nations University, INTECH: Netherlands   
 
Kirkpatrick D. L. and Kirkpatrik J. D (2005), Transfer Learning to Behaviour: Using the  
  Four Levels to Improve Performance. Berrett-Koehler Publishers. 
 
Kline, P., and Saunders, B. L. (1993). Ten Step to Learning Organization. Training and  
  Development, October, pp. 36-43. 
 
Koehler and Pankowski (1997), Transformational leadership in government, St. Lucie  
  Press. 
 
Kofman. F and Senge. P (1993). Communities of Commitment: The Heart of Learning  
  Organizations: Learning Organizations, Developing Cultures for Tomorrow‟s  
  Workplace. 
 
Kofman F (1995), Communities of commitment.  The heart of learning organization.  
  Organizational Dynamics.  
 
Kramlinger, T. (1992). Experiential Learning. Englewood Cliffs, New Jersey: Prentice  
Hall. 
 
Kruger. K, Kruse. W & Caprile, M. (2002). Work process knowledge and industrial and  
  labour  relations. Routledge Studies in Human Resource Development.  
  Routledge. London and New York. 
 
Lado, A. A., Boyd, N. G. and Wright, P. (1992). A competency-based model of  
  sustainable competitive advantage: toward a conceptual integration. Journal of  
  Management, 18(1), pp. 77-91.  
 
Lahteenmaki, S. (2001). Critical Aspects of Organizational Learning Research and  
   Proposals for its Measurement. British Journal of Management, 12(2), -20.  
 















Lave J and Etienne Wenger (1991), Situated learning, Legitimate peripheral  
  participation. Cambridge University Press. 
 
Lee, E. (1972). Education Planning in West Malaysia. Kuala Lumpur. Oxford  
  University Press.  
 
Leonard-Barton, D. (1992). The Factory as a Learning Laboratory. Sloan Management  
   Review, Fall, pp. 23-37. 
Leslie, B. (1997), Informal learning: the new frontier of employee & organization  
  development. Economic Development Review, 15(4). pp.1-13.  
 
Levit, B. & March, J. G. (1988). Organizational Learning. Annual Review of Sociology.  
    pp, 14(3), 319-340. 
 
Loh, P. (1975). Seeds of Separatism: Education Policy in Malaysia, 1874-1940. 
Singapore: Oxford University Press.  
 
Machles, D. L. (2002)). Transfer strategies for the safety. Professional safety, pp , 2,32- 
  33. 
 
Mahathir Mohammad (1991), Vision 2020, Kuala Lumpur, government Printing Office.  
 
Mai, R. P. (1996). Learning Partnership. How Leading American Companies Implement  
  Organizational Learning. Irwin Professional Publishing. Chicago. 
 
Malaysia, (1996a). Education Act 1996: Act 550. The Commissioner of Law Revision.  
  Malaysia.  
 
Malaysia, (1996b). Private Higher Institution Act 1996: Act 555. The Commissioner of  
  Law Revision, Malaysia.  
 
Malaysia, (2004). Skills Development Fund Act 2004: Act 640. The Commissioner of  
  Law Revision, Malaysia.  
 
Malaysia, (2006). National Skills Development Act 2006: Act 652. The Commissioner of  
  Law Revision, Malaysia.  
 
Malaysia Qualification Framework (MQF); The Malaysian Qualifications Act 2007. The  
  Commissioner of Law Revision, Malaysia.  
 
Malhotra, Y. (2000). Knowledge Management for e-business performance: advancing 
information strategy to internet time. Information Strategy, The Executives 
Journal. 
 
March, J. G. (1991). Exploration and Exploitation in Organization Learning.  















Marquardt J. M (2002), Building the Learning Organizations: Mastering 5 Elements of 
Cooperate Learning. Davies-Black Publishing, Palo Alto, California. 
 
Marquardt J. M (1996), Building the Learning Organizations: A System Approach to 
Quantum Improvement and Global Success. New York: Graw-Hill.  
 
Marques, R. A. (2001). Technological Systems of Innovation in an Industrializing  
  Country: A Case Study of Brazilian Aircraft Industry. Paper presented at   
  UNU/INTECH Conference on Innovation, Learning and Technological  
  Dynamism of Developing Countries, Geneva.  
 
Martin F. et. al (2002), The implication of work process knowledge for  vocational 
education and training. Work Process Knowledge: Routledge Studies in  Human 
Resource Development, pp170. University of Bremen, Bremen. 
 
Marsick (1987), New paradigms for learning in the workplace. London: Croom Helm. 
 
Maslow A. H. (1958), Motivation and Personnelity. Harper & Row New York.  
   
Mayo, A. & Lank, E. (1994). The Power of Learning. A guide to gaining competitive  
    advantage. London: IPD House. 
 
Maznah, M. (2001). Adult and Continuing Education in Malaysia. Humburg: UNECSO 
Institute for Education, Kuala Lumpur. University Putra Malaysia.  
 
Mc Gregor (1960), The Human Side Of Enterprise. New York McGraw-Hill 
 
MLVK (1994), Panduan Pelaksanaan Persijilan Kemahiran Malaysia Melalui 
Sistem Pentauliahan (Guidelines for the Implementation of the Malaysian 
Skill Certification Through the Accreditation System). Kuala Lumpur. 
 
MLVK (2005), Implementation of National Dual Training System (NDTS) – Guides 
and Rules. 2
nd
 ed. Putrajaya. 
 
Mihaly Csikszentmihalyi, (1991). The Psychology of Optimal Experience: Flow  
  theory: New York Harper-Perennial.  
 
Mila, C. and Sanmarti, N.  (1999), A model of fostering learning in environmental  
  education. Environmental Education Research, 5(3), pp. 1-32.  
 
Miller, H. L. (1967) Participation of Adults in Education. A force-field analysis, Boston:  
  Center for the Study of Liberal Education for Adults. 















Moingenon, B. and Edmonson, A. (1999), Organizational Learning and Competitive.   
  London: Sage Publication.  
 
Monika Kil et. al (2000), Zum Einsatz einer revidierten und erweiterten Fassung des Job 
 Diagnostic Survey im Dienstleistungs- und Verwaltungssektor. (In German  
  language, translate by Prof. Dr. Gessler), Bremen. 
 
Mumford, A. (1995), “The learning organisation in review”. Industrial and  
  Commercial Training, Vol. 27 No. 1, pp. 9-16. 
Mullins J. 1989. Management and Organisational Behaviour, 2nd ed. Pitman, London  
  NICE. 
 
National Skills Development Act 2006 (Act 652), Law of Malaysia. 
 
Nevis, E. C., DiBella, A. J. & Gould, J. M. (1995). Understanding Organization as  
  Learning Systems. Sloan Management Review, Winter, pp. 73-75. 
 
Ngeow, K.Y.H. (1998), Motivation and transfer in language learning ERIC Digest1-4.  
 
Nonaka, I. (1991). The Knowledge-creating Company. Harvard Business Review, 
 November - December 1991, pp. 96-105. 
 
Nonaka, I. and Takeuchi, H. (1995). The Knowledge Creating Company. New York:  
  Oxford University Press.  
 
NVTC (1989), The Role of National Vocational Training Council (NVTC) in  
  Formulating Training in Malaysia. NVTC, Malaysia. 
 
Obama, 2010, Open Speech at University of  Indonesia, Jakarta.  
 
Oliveira, M.T, Pires A. L.O, Alves M.G, (2002). Dimensions of work process  
  knowledge. Routledge Studies in Human Resource Development. 
 Routledge. London and New York. 
 
Olsen, H. J. (1998), The evaluation of enhancement of training transfer. International  
  Journal of Training and Development, 2(1), pp. 61-75.  
 
Othman, R. and Hashim, N. A (2002). Organizational Amnesia: The Barrier to  
  Organizational Learning. The Learning Organizational.  
 
Pearn, M., Rodererick C., & Mulrooney, C. (1995). Learning Organization in Practice.  
  London: Mc Graw-Hill, Inc. 
 
Pedler, M., Burgoyne, J. and Boydell, T. (1991, 1996) The Learning Company. A  














Piaget, J., (1958). The growth of logical thinking from childhood to adolescence (A. 
Parsons & S. Milgram. Trans.). London. 
 
Prencipe, A. (2000). Divide and Rule: Firm Boundaries in the aircraft Engine  
  Industries. Academic Thesis. Brighton: University of Sussex.  
 
Probst, G. J. B. and Buchel, B. S. T (1997), Organization Learning.  Hertfordshire:  
  Prentice Hall Europe. 
Raelin, J. A. (1997), A model of work-based learning. Organization Science 8(6), 563- 
  578.  
 
Ramnarayan, S (2001). Country paper presented at Learning Organization. Seminar.  
  ASEAN Productivity Organization. Tokyo.  
 
Rauner. F., (1987), Handbook of Technical and Vocational Education and Training  
  Research. 
 
Rauner, F. (2004). Vocational Education and Innovation: Modernising 
 Apprenticeship. Lecture for the “2004 International Conference on  




 October 2004  
 in Tianjing/China. Institute Technullogy and Education,  
 University of Bremen. 
 
Rauner, F. (2005). Work process knowledge and development of vocational  




 September 2005 in  
  Muscat/Oman. Institute Technullogy and Education, University of Bremen. 
 
Razak, N. (2010). Malaysian Government Document; 1Malaysia: People First  
  Performance Now‟. Prime Minister Office, Putrajaya, Malaysia. 
 
Redding, J. (1994). Strategic Readiness: The Making of The Learning Organization. San  
  Francisco, Californis: Jossey-Bass. 
 
__________ (1997). Hardwiring the Learnong Organization. Training and  
  Development. August, 51(8). 
 
Raggatt, P. (1988). Quality control in the dual syatem of West Germany, Oxford Review 
of Education,  pp.163-186.  
 
Reagan, R. and McEvily, B. (2003). Network structure and knowledge transfer: the 
effects of cohesion and range. Administrative Science Quarterly, 48(2), pp. 240-
268 
 
Roth, A. V., Murucheck, A. S., Kemp A. & Doug Trimble. (1994). The knowledge  















Rothman, 1974, (in Munirah, 1996), Faktors which Influenced the Participation of the  
  VDSC members in the Decision Making Process of Community Development  
   Programs. Universiti Putra Malaysia.  
 
Rue, C., Kim, Y. J. Abhjit, C. and Reghav, R. H. (2005). Knowledge acquisition via  
  three learning processes in enterprise information portals: learning by  
  investment, learning by doing and learning from others. MIS Quarterly, 29(2),  
  pp. 245-279. 
 
Ruffles, P. (1992). Partnership and sharing risks, making other peoples‟ technology  
  work for you. Games and Economic Behavior, 23. 
 
Rylatt, A. (1994). Learning Unlimited. Practical strategies and techniques fot  
    transforming learning in the workplace. Australia:Business and Professional  
    Publishing.  
 
Ryu, C., Kim, Y. J., Abhjit, C. and Raghav, R. H. (2005). Knowledge acquisition via  
  three learning processes in enterprise information portals: learning-by- 
   investment, learning-by- doing, and learning-from-others. MIS Quarterly, 29(2),    
   pp. 245-279. 
 
R Merdith Beblin (1981), Management Team - Why they succeed or fail. London.  
 
R Merdith Beblin (1993), Team Roles at Work. London. 
  
R Merdith Beblin (1996), The Coming Shape of Organisation. London. 
  
Roth, A. V. , Maruchesk, A. S., Kemp, A. & Doug Trimble. (1994). The knowledge  
   Factory for Accelerated Lerarning Practices. Planning Review, May-June: pp.  
28-30. 
 
Sackmann, S. (1991). Cultural knowledge in organizations: exploring the collective  
  mind. In organizational Learning. Probst, G. J. B. and Buchel B. S. T. (1997).  
  Hertfordshire: Prentice Hall Europe.  
 
Senge, P. et. al. (1990) The Fifth Discipline. The art and practice of the Learning 
 Organisation, Doubleday, New York. 
 
Senge, P.M. (1990), “The leader‟s new work: building learning organisations”, Sloan 
 Management Review, Fall, pp. 7-23. 
 
Shultz, M. (2001), The uncertain relevance of newness: organizational learning and  
  knowledge flows. Academy of Management Journal, 44(4), pp. 1-32. 
 















Smith and McKeen (2003), H. A. And McKeen J.D. (2003), Knowledge Transfer: Can  
  KM make it happen?. Journal of Information Systems and Technology.    
 
Spender, (1996). Organizational Knowledge, learning and memory: three concepts in  
  search of theory. Sloan Management Review, 9(1), pp. 63-77. 
 
Spöttl, G. ;Becker, M.: Concepts for the Practice. NU-ADAPT, Bonn, 2000. 
 
Stata, R. (1989). Organizational Learning: The key to Management Innovation. Sloan  
  Management Review. Spring: pp. 63-67. 
Swieringa, J., & Wierdsma, A. (1992). Becoming a Learning Organization: Beyond The  
   Learning Curve. Wokingham: Addison-Wesley. 
 
Szilagyi and Wallace (1980), Readings in Organizational Behaviour and Performance,  
  Publisher: Goodyear Publishing Co ,U.S.  
 
Taylor, M. C. (2000), Transfer of learning in workplace literacy programs. Adult Basic   
  Education. 10(1), pp 1-17, Etical Behaviour in the Knowledge Economy. 
 
Thomas G. (1997), The learning organisation: A review and evaluation. INTAN,  
  Malaysia. 
 
Thomas G. (2007), Human Resource Management for Service Delivery Excellence, .  
    INTAN, Malaysia. 
 
Tobin, D. R. (1993). Re-Educating the Corporation: Foundations for The Learning  
  Organization.  Essex Junction, Colorado: Oliver-Wright Publications. 
 
Toft and Reynolds, (1994), Learning from Disasters, Butterworth-Heinemann, Oxford, . 
 
Umasuthan Kaloo and Ameli Lueders, 2003. Dual System Project – Implementing  
  Stretegy, April 2003. Kuala Lumpur. 
 
Van de Ven et al., (1989). Using paradox  to build management and organization and  
  organization theories, The academy of Management Review. 
 
Vail, G. P. (1991). Toward The Learning Organization. Talk at Strategic Management  
  Society Conference, Toronto, (October, 1991). 
 
Vasant, R. (2000), Ethical behaviour in the knowledge economy. The Executive‟s  
   Journal, 16(3), pp 45-48. 
 
Vroom, V. 1964. Work and Motivation. New York, NY: Wiley and Sons. 
 
Wegner, E. and Snyder, W. (2001), Communities of practice: The organization frontier.  















Watkins, K. and Marsick, V. (1992)  „Building the learning organisation: a new role for 
 human resource developers‟, Studies in Continuing Education 14(2): pp 115-29. 
 
Watkins, K. E., & Marsick, V. J. (1996). In action: Creating the learning organisation. 
 Alexandria, VA: American Society for Training and Development. 
 
Watkins, K. E., & Marsick, V. J. (1999),  Facilitating Learning Organization: Making  
  Learning Count, Aldershot, UK: Gower. 
 
Watkins, K. E., & Marsick, V. J. Baiyin Yang (2004),  The Construct of Learning 
Organisation: Dimensions, Measurement and Validation, Human Resources 
Development Quarterly.  
 
Wendy, E. Rouda, A. Leimbach, M., Holton, E. F. and Bates, R.(2002). The relationship  
     between learner utility reaction and predicted learning transfer among trainees.  
    International Journal of Training Development, 6(4), 2180228. 
   et al, 2002, and Albono et al, 2004. 
 
Wong, F. H. K., and Gwee, Y. H., (1980). Official Report on Education: Straits  
  Settlements and the Federal Malaya States, 1870-1939, Singapore. 
 
World Bank Report (1997). World Bank Report on Malaysia‟s Enterprise Training.  
 
Willie Pietersin and Bill Klepper (1999). Seminar on Learning Organization,  
   Columbia University, Business School‟s Executive Education. 
 
Zack, M. H. and Serino, M.  (2002), Knowledge Management and Collaboration  
  Technologies .Butterworth Heinemann, Boston.
PTTA
PERP
UST
AKA
AN 
TUN
KU T
UN 
AMI
NAH
